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AGREEMENT BETWEEN 
County Of Oswego 
and the 
Oswego County Professional Association 
PREAMBLE 
The County of Oswego, hereinafter referred to as the County and the Oswego County Professional 
Association, hereinafter referred to as the Association, declare it to be their mutual policy to promote 
and maintain a harmonious and cooperative relationship between the County and its employees in order 
to protect the public assuring at all times the orderly and uninterrupted operation and function of 
government. 
1. APPLICABLE LAW 
This agreement shall be governed by the Public Employees Fair Employment Act and all other 
provisions of the Civil Service Law, the Judiciary Law, Local Laws and Resolutions not inconsistent 
with Said Act. Claimed violations of the Public Employees Fair Employment Act, provisions of the 
Civil Service Law, the Judiciary Law, local laws and resolutions shall not be subject to the grievance 
procedure unless otherwise provided by this agreement. 
2. EQUAL EMPLOYMENT OPPORTUNITY 
Acknowledging the moral principles inherent in Federal and State Legislation, the parties to this 
agreement hereby affirm that they shall ensure equal employment opportunities for all qualified 
individuals without consideration of their age, sex, race, creed, color, national origin, political affiliation 
or belief. The scope of equal employment opportunities shall also include the nondiscrimination of 
physical and mentally handicapped individuals. 
It is fbrthermore affirmed the concept and philosophy of equal opportunities shall be provided for, but 
not restricted to, all components of employment, recruitment, selection, assignment, compensation, 
benefits, promotion and training. 
Claimed violations of this provision shall not be subject to the grievance procedure. 
3. RECOGNITION 
The County hereby recognizes the Oswego County Professional Association as the sole and exclusive 
bargaining agent for members of the defined bargaining unit, for the duration of this agreement, 
representing the bargaining unit in collective negotiations, grievances and disputes arising thereunder. 
3.1 Membership 
Membership in the Association shall be voluntary, but since it is recognized that a strong and active 
Association with full membership and participation on the part of the employees is desirable for the 
collective bargaining process, the County agrees there shall be no discrimination, interference, restraint 
or coercion by the county or any of its agents against any employee because of his membership in the 
Association or because of any activities on behalf of the Association. 
The Oswego County Professional Association having been recognized or certified as the exclusive 
representative of employees within the bargaining unit represented by this agreement shall have 
deductions made from the wage or salary of employees of said bargaining unit who are not members of 
the Oswego County Professional Association the amount equivalent to the dues levied by the Oswego 
County Professional Association. The employer shall make such deductions and transmit the amount so 
deducted to Key Bank, NA, and provide a listing of such employees to the Oswego County Professional 
Association Secretary, on a payroll basis. 
3.2 Payroll Deductions 
The County shall deduct from the wages of each employee and remit to the Oswego County Professional 
Association in the manner and form approved by the Association, regular membership dues, health, 
accident and life insurance premiums for those employees who have signed authorizations permitting 
such payroll deductions. 
For those employees authorizing such, any credit union deposit will be deducted and remitted to the 
authorized credit union so designated by the Association. 
The Association hereby agrees to hold the employer harmless for any and all damages it may sustain as 
a result of making the payroll deductions provided for in this section. 
4. COLLECTIVE BARGAINING UNIT 
4.1 Definition 
The Association represents full and part-time employees as defined by the agreement holding a position 
by appointment or employment in the titles reflected in Appendix A: Collective Bargaining Unit. 
4.2 Exclusions 
A. Employees and positions not included in the defined bargaining unit shall not be entitled to the 
provisions of this agreement. 
B. The following title will be deleted from the bargaining unit if either of the following occurs: (1) the 
incumbent vacates position; or, (2) the respective department head vacates hisher position, 
whichever occurs first: 
1. Secretary to the Superintendent of Public Works 
5. RIGHTS AND RESPONSIBILITIES 
5.1 Declaration of Principles 
The intent and purpose of this agreement is to set forth the rights and responsibilities of the County and 
the Association consistent with law. Nothing contained herein shall deprive the County and employees 
of any protection and/or rights they have under this contract, the New York State Civil Service Law and 
any other applicable law. The parties recognize their responsibility to act at all times in good faith in 
carrying out any and all provisions of this agreement. The parties acknowledge the right of the County to 
direct and control County policies subject to the obligations of the agreement. The parties agree the 
provisions of this section are not subject to grievance procedures as set forth herein unless through the 
exercise of said rights and responsibilities the County has violated a specific term or provision of this 
agreement. 
5.2 Management Rights 
Subject only to the limitations set forth in this agreement, the County's rights to direct the work force 
shall be unimpaired. These rights shall include, but not be limited to the right to decide the number and 
location of its operations, services to be rendered, and the methods, procedures and means used in the 
operation of its services, and the control of the buildings, real estate, materials and all equipment which 
may be used in operating or supplying its services; to determine whether and to what extent work 
required in operating and supplying its services shall be performed by employees covered by this 
agreement; to maintain order and efficiency in all its departments and operations, including the right to 
hire, layoff, assign, transfer, promote, discipline, discharge, suspend; to determine the scheduling of its 
departments; and to determine the starting and quitting time and the number of hours to be worked in 
accordance with law. 
The above rights of the County are not all-inclusive, but indicate the type of matters or rights that belong 
to or are inherent to the employer. Any and all rights, powers and authority the employer had prior to 
entering into this agreement are retained by the employer, except as expressly and specifically abridged, 
delegated, granted or modified by this agreement. 
5.3 Association Rights 
The Association shall have the sole right to represent employees in the defined bargaining unit in any 
and all proceedings under the Public Employees Fair Employment Act, under any other applicable law, 
rule, regulation or statute, under the terms and conditions of this agreement, to designate its own 
representatives and to appear in their behalf to effect such representation; to direct, manage and govern 
its own affairs; to determine those matters which the membership may wish to negotiate and to pursue 
those objectives free from any interference, restraint, discrimination or coercion by the County. 
The above rights of the Association are not all-inclusive, but indicate the types of matters or rights that 
belong to or are inherent to the bargaining unit or its agent. The Association shall have the sole right to 
pursue any matter or issue in accordance with the Grievance and Arbitration Procedure of this 
agreement, to pursue any matter or issue to any court of competent jurisdiction, and acting through its 
membership and officers to be the sole judge thereof, unless it is expressly and specifically abridged, 
delegated or modified by this agreement. 
The County agrees to consult with the Association prior to any change of existing work assignments that 
would replace services performed by individuals outside of this agreement. 
The County shall supply to the Oswego County Professional Association President the following 
information on a quarterly basis: 
1. A list of all employees in the bargaining unit, including name, home address, social security 
number, job code and title, position number, membership status, insurance deduction and start date 
2. A list of employees that have terminated employment, including job code and position number 
5.4 Bulletin Boards 
The Association shall have the right to post notices and other communications on designated boards 
maintained on the premises of each County building, to be labeled solely for Association use provided 
the bulletin board is properly maintained, kept orderly and timely, and the content of the information 
posted is not political, controversial or derogatory and that any item to be posted which is outside the 
realm of business of the Association shall be approved by the Personnel Director before posting. 
5.5 Association Representation 
The Association shall designate four (4) stewards, who shall have the right, on behalf of the Association, 
to confer with employees regarding the terms and conditions of employment. 
The four (4) designated stewards shall be granted reasonable time off during working hours without loss 
of pay provided they give notice to the department head. 
Upon notice, the department head may withhold permission because of operating requirements, but such 
permission may not be withheld for more than 24 hours except in emergencies. If permission is 
withheld, the grievance time frames shall automatically be extended accordingly. 
The Oswego County Professional Association President shall have the above rights to meet and confer 
with the Personnel Director. 
A written list of Association stewards shall be furnished to the County immediately after their 
designation and the Association shall notify the County of any changes. 
Violation or abuse of this provision may be subject to the disciplinary action in accordance with the 
procedures contained herein. 
5.6 Strike Prohibition 
Pursuant to Section 21 0.1 of the Public Employees Fair Employment Act the Association hereby affirms 
that it does not assert the right to strike against the County, to assist or participate in any strike or to 
impose an obligation upon its membership to conduct, assist or participate in any such strike. 
6. NEGOTIATION PROCEDURE 
The parties recognize their best interests shall be served by initiating collective bargaining procedures to 
provide an orderly means for the discussion of matters of mutual concern and to reach collective 
agreements. The parties pledge themselves to negotiate in good faith. 
7. WORK DAY AND WORK WEEK 
7.1 Basic Work Week 
For those employees so designated, the basic workweek shall be thirty-five (35) hours, consisting of five 
(5) work days of seven (7) hours per day. Employees shall have two (2) consecutive twenty-four (24) 
hour days, a total of forty-eight (48) hours off each week. 
For those employees so designated, the basic workweek shall be forty (40) hours, consisting of five (5) 
workdays of eight (8) hours per day. Employees shall have two (2) consecutive twenty-four (24) hour 
days, a total of forty-eight (48) hours off each week. 
7.2 Exceptions 
At the discretion of the department head, 40-hour-per-week employees may be assigned to 12-hour 
shifts. For the purpose of definition and for the purpose of accumulating benefits, the basic workweek 
for these employees shall be considered forty (40) hours per week. 
7.3 Overtime 
The following bargaining unit titles shall be eligible for overtime: 
1. Administrative Secretary 4. Secretary to Superintendent of Public Works 
2. Chief Maintenance Mechanic ERF 5. Shift Supervisor - ERF 
3. Secretary to the Family Court Attorney 
35 hour per week employees who are overtime eligible shall be paid straight time for hours worked 
between 35 and 40 hours and time and % for hours worked in excess of 40 hours. 
For hours worked in excess of forty (40) employees shall be paid at one and one-half (1 %) times their 
normal hourly rate of compensation. 
Overtime-ineligible employees shall be entitled to in-lieu time, with the approval of the department head 
or designee. In-lieu time must be used within 90 days of earning. In no event shall in-lieu time be paid in 
cash. 
7.4 Modification Notice 
The County agrees to notify the Association in writing of any change in work day, work week and/or 
working conditions seven (7) days prior to such changes, except where such change is required because 
of emergency or disaster over which the County has no control. 
The County will make a good faith effort to notify the Association thirty (30) days in advance of the 
start of major construction projects at the various facilities and ten (1 0) days in advance of starting 
renovations such as painting, remodeling, etc. 
8. HOLIDAYS 
8.1 Holidays-Enumerated 
Employees shall receive twelve paid holidays per year. Holidays to be observed are as follows: 
1. New Year's Day 
2. Martin Luther King Day 
3. Presidents' Day 
4. Memorial Day 
5. Independence Day 
6. Labor Day 
7. Veterans' Day 
8. Thanksgiving Day 
9. Day After Thanksgiving 
1 0. Christmas Day 
1 1. Two (2) Floating Holidays 
to be credited to accruals on 
January 1 
8.2 Holiday Premium 
In the event that an overtime-eligible employee works on a holiday the employee shall receive time and 
?4 for all hours worked in addition to normal holiday pay. In the event that an overtime-ineligible 
employee works on a holiday, the employee shall receive in-lieu time for hours worked at straight time. 
Work on a holiday must be with the approval of the Department Head. 
Normal holiday pay shall be defined as follows: 
For a 35 hour per week employee: 7 hours of pay 
For a 40 hour per week employee: 8 hour of pay 
In no event shall an employee receive more than 8 hours of normal holiday pay. 
Only normal holiday pay shall count towards 40 hours of work for overtime purposes. 
8.3 Saturday/Sunday Holidays 
When a holiday falls on a Saturday, the holiday shall be observed on the preceding Friday. A holiday 
falling on a Sunday shall be observed on the following Monday. 
Employees assigned to departments working seven-day schedules will observe the same holiday 
schedule as other County employees with the exception that Christmas Day, December 25, New Year's 
Day, January 1, and Independence Day, July 4, shall be observed on the day they fall. 
8.4 Discretional Holidays 
None of these provisions shall be construed as preventing the department head from granting employees 
additional days off with pay if such day is so designated by the President of the United States or the 
Governor of New York State and approved by the Chairperson of the Legislature who within the law 
and its discretion may designate it as a day off for the employees. 
9. ANNUAL LEAVE 
9.1 Definition 
Annual leave shall be granted an employee, in accordance with the following provisions, for the 
purposes of vacation and/or personal business. 
9.2 Annual Leave Credit 
Employees shall earn annual leave in accordance with the following schedule. Entitlement is based upon 
years of service and scheduled hours worked. No additional entitlement is earned for premium or 
overtime hours worked. 
35-Hour Work Week 
Full Time Continuous Service 
0 - 2 years 
3 - 5 years 
6 - 10 years 
11 - 17 years 
18 years 
19 years 
20 years 
Earnings 
7 hours per 1 5 1.7 hours 
7 hours per 12 1.3 hours 
21 years 
22 years and over 
Total HoursIYear 
84 
105 
7 hours per 12 1.3 hours 
plus 21 hours January 1 
7 hours per 12 1.3 hours 
plus 56 hours January 1 
7 hours per 12 1.3 hours 
plus 63 hours January 1 
7 hours per 12 1.3 hours 
plus 70 hours January 1 
7 hours per 121.3 hours 
plus 77 hours January 1 
126 
161 
168 
175 
182 
7 hours per 12 1.3 hours 
plus 84 hours January 1 
7 hours per 12 1.3 hours 
plus 91 hours January 1 
189 
196 
40-Hour Work Week 
- - -- 
~ u l l  Time Continuous service I Earnings I Total HoursIYear 
0 - 2 years 
3 - 5 years 
6 -  10 years 
11 - 17 years 
Employees that qualify for part-time status as defined in 16.2 of the labor agreement shall earn annual 
leave credit at a rate of seven (7) paid hours per 15 1-7 hours worked. 
8 hours per 1 73.3 hours 
8 hours per 138.6 hours 
8 hours per 1 3 8.6 hours 
plus 24 hours January 1 
18 years 
19 years 
20 years 
21 years 
22 years and over 
9.3 Annual Leave Authorization 
96 
120 
144 
8 hours per 13 8.6 hours 
plus 64 hours January 1 
All requests for annual leave must be approved by the department headdesignee and shall be granted 
according to seniority within the department and the operational needs of the department. 
184 
8 hours per 1 3 8.6 hours 
plus 72 hours January 1 
8 hours per 1 3 8.6 hours 
plus 80 hours January 1 
8 hours per 1 3 8.6 hours 
plus 88 hours January 1 
8 hours per 138.6 hours 
plus 96 hours January 1 
8 hours per 138.6 hours 
plus 104 hours January 1 
Annual leave must be taken in one (1) hour blocks or one-half days. 
192 
200 
208 
216 
224 
For annual leave requests for three (3) consecutive days or more, the employee must file a written 
request for annual leave with the department headldesignee at least ten (1 0) days in advance of the 
requested leave. The Department HeadDesignee shall respond in writing within five (5) working days. 
For annual leave requests of less than three (3) consecutive days, the employee must file a written 
request for annual leave with the department headdesignee at least forty-eight (48) hours in advance of 
the requested leave. Exceptions may be granted by the department headdesignee upon written request 
for leave time. 
In the case of an emergency as determined by the department headldesignee, the department 
headldesignee may cancel and reschedule any or all approved annual leave in advance of their being 
taken. 
The department headdesignee shall also have the right to limit the number of employees on annual 
leave according to work requirements. 
It is expected that all employees qualifying for vacations shall take their vacation time off. However, 
upon request by an employee, subject to approval by department headdesignee, employees may receive 
pay in lieu of vacation time subject to the following conditions: 
1. Requests must be in writing 
2. Requests must be for full days 
3. Requests must be limited to one-half of vacation that may be earned in a calendar year 
4. Request must be submitted at least 30 days prior to date check is to be issued and must specify 
pay period on which a separate check is to be issued 
5. Only one request per employee per year will be considered 
6. Request may be cancelled by written notice no later than seven (7) days prior to date check is to 
be issued 
7. Pay in lieu of vacation will be 100 percent of employee's regular rate 
9.4 Annual Leave Conditions 
Employees are not entitled to utilize annual leave earnings until completion of six (6) months of full- 
time or part-time employment. 
Employees so designated under this Agreement shall be entitled to a two-year annual leave carry-over. 
Holidays falling within the annual leave period shall not be charged to annual leave used. 
An employee on annual leave is not entitled to utilize sick leave during that period unless documentation 
from a physician acceptable to the department head is presented. 
Additional up-front vacation days earned by an employee will be awarded to the employee if hired prior 
to July 1 of any contract year, the preceding January 1. If hired on or after July 1 of any contract year, an 
employee will receive the additional up-front vacation days the following January 1. 
9.5 Record Maintenance 
The employee's department and the Personnel Department shall maintain an up-to-date record of each 
employee's earned and used annual leave credits. These records shall be open to an employee's 
inspection. 
10. SICK LEAVE 
10.1 Definition 
Sick leave shall be granted to an employee for the following reasons: medical examinations, personal 
illness, bodily injury, exposure to contagious diseases, and attendance upon the members of immediate 
family. Immediate family in regards to sick leave shall be defined as employee's mother, father, spouse, 
and children. 
10.2 Notification Requirement 
When it is necessary to be absent from work, it is the responsibility of employees to ensure that their 
supervisor is notified of their anticipated absence within one hour before or one hour after the time 
employees are expected to report to work. Sick leave shall not be granted unless such report is made 
upon return to work stating the reason for the absence. 
1 0.3 Documentation Required 
An employee on sick leave in excess of three (3) consecutive days or where a consistent pattern of sick 
leave exists may be required to furnish a physician's statement to the department upon returning to 
work. Failure to comply with said request shall result in sick leave not being granted. 
10.4 Sick Leave Credit 
An employee hired before ratification of this agreement shall earn sick leave credit at the rate of seven 
(7) hours with pay for each one hundred fifty-one (1 5 1) hours of employment, not to exceed annual 
earnings of eighty four (84) hours. Comparable credit shall be provided forty-hour employees on a 
prorated basis to a maximum of ninety-six (96) hours. Employees newly hired on or after January 1, 
2006 will earn seven (7) hours of sick leave credit for each one hundred and eighty-two (1 82) hours of 
employment, not to exceed annual earnings of seventy (70) hours. Comparable credit shall be provided 
forty-hour employees on a prorated basis to a maximum of eighty (80) hours. 
Maximum hours that may be accrued: 
35 hours per week 1540 
40 hours per week 1760 
This clause defines the method of accruing sick leave credit and does not establish a minimum standard 
use. 
Upon employees' retirement under the New York State Employees' Retirement System, employees shall 
have the following options: 
A. Unused sick leave shall be applied to an employee's years of service in accordance with the 
provisions of section 41 J of the New York State Retirement Law. 
B. Upon written request prior to applying for retirement, cash equivalent of sick time accrued as of date 
of retirement (limited by maximum set in 10.4) may be banked at 90 percent. 
Cash value will be calculated by multiplying total sick hours accrued by hourly rate as of the date of 
retirement multiplied by 90 percent. Money so banked shall be used to offset cost of retiree's or 
dependent's health insurance and/or a prescription drug card. In the event a retiree dies prior to 
exhausting available funds, the remainder may be used to pay premiums for any COBRA benefits 
available to and selected by the retiree's dependents. 
Option A shall be the automatic or default option unless option B has been requested in writing prior to 
application for retirement. 
Regardless of option selected, there shall be no direct cash payment to the retiree, retirees' dependents, 
or their estates. 
Upon their death while still in county service, an employee's sick leave credit shall be paid to their 
beneficiary at the employee's regular compensation. 
1 0.5 Holiday - Sick Leave 
When a holiday falls within a sick leave period, no sick leave credit charge shall be made against the 
employee for that day. 
10.6 Sick Leave Authorization 
Employees shall commence earning sick leave upon employment and will be entitled to use same upon 
earning credit. 
The department headdesignee should approve all requests for sick leave. If a department headdesignee 
feels an employee is utilizing excessive sick leave and abusing their leave privilege, the department 
headdesignee may contact the Association representative andor Association President to discuss 
appropriate corrective action. 
All employees must file a written request for sick leave immediately following their return to work. 
Sick leave will be taken in one-hour blocks or half days per the current work schedule. 
10.7 Record Maintenance 
The employee's department and the Personnel Department shall maintain an up-to-date record of each 
employee's earned and used sick leave. These records shall be open to an employee's inspection. 
11. OTHER LEAVES WITH PAY 
1 1.1 Association Leave 
Leave with pay, for up to 64 hours per year (or eight work days), shall be granted to the Association for 
designee(s) to serve as Association representative to special meetings. 
Reasonable leave with pay shall be granted to OCPA elected officials for the purposes of investigating 
and processing grievances or attending mutually agreed-to labor management meetings. 
The Association agrees to provide the employer with the names of those elected officials eligible for 
release time pursuant to this article. 
1 1.2 Bereavement Leave 
Bereavement leave of 2 1 hours for 35-hour per week employees and 24 hours for 40-hour per week 
employee per instance shall be granted to an employee for use upon the death of a relative as follows: 
mother, father, husband, wife, son, daughter, sister, brother, grandfather, grandmother, granddaughter, 
and grandson. The above terms shall include but are not limited to natural, step, and in-law relations. 
Employees that meet the requirements for part-time status as defined in 16.2 of the labor agreement shall 
be granted bereavement leave. Part-time employees will be paid for hours that would have normally 
been scheduled. 
Bereavement leave shall be limited to scheduled work days and may include the day after the funeral 
andlor delayed interment. An employee may request additional annual leave or time without pay if 
needed. 
1 1.3 Military Leave 
An employee whose absence is necessitated by their engagement in the performance of ordered military 
duty and the going to and from such duty, shall be entitled to their regular compensation for a period not 
exceeding a total of thxty (30) calendar days or twenty two (22) working days in any one calendar year 
whichever is greater, provided the employee submits a statement from their Commanding Officer 
stipulating the length of time spent in military duty. 
Nothing in this section shall be interpreted inconsistent with the provisions of the New York State 
Military Law. 
1 1.4 Jury Duty 
To meet an obligation as a citizen by serving on juries, an employee will be granted time off with pay 
for jury duty. 
Employee will pay compensation received by the employee, except mileage fees, to the County of 
Oswego. 
1 1 -5 Record Maintenance 
Each department shall maintain an up-to-date record of the leaves authorized and utilized pursuant to 
this article. 
12. LEAVES WITHOUT PAY 
12.1 Leave of Absence 
A leave of absence without pay of any duration but not to exceed one (1) year may be granted to an 
employee covered by this agreement, provided there is sufficient medical justification stipulated by 
written documentation of a physician or sufficient personal reasons acceptable to the department head. 
12.2 Educational Leave 
An educational leave of absence without pay of any duration not to exceed one (1) year may be granted 
to an employee covered by this agreement to complete educational studies in a job-related field. An 
employee must have completed a minimum of two years full-time County service prior to becoming 
eligible for an educational leave. Approval of the department head and the Director of Personnel is 
required to receive educational leave. The provisions of Article 20, Section 3, Educational Cost Sharing, 
are not applicable to educational costs incurred while on leave of absence. 
12.3 Family and Medical Leave 
In accordance with the Family and Medical Leave Act (FMLA), a unit member with at least one (1) year 
of service is eligible for a family/medical leave of absence not to exceed 12 weeks per 12-month period 
for employee's own serious health condition; for the birth of a son or daughter, and to care for the 
newborn child; for placement of a child for adoption or foster care; or where the employee is needed to 
care for a spouse, son, daughter, or parent, if such spouse, son, daughter, or parent has a serious health 
condition. Where medically necessary, an employee may take leave intermittently (a few days or hours 
at a time) to care for an immediate family member with a serious health condition. Prompt notice of the 
necessity of the leave must be provided to the department head, along with any medical documentation 
that may be requested. The employer provides payment of its share of health insurance coverage, not to 
exceed 12 weeks, for family/medical leaves covered under this section. 
12.4 Restrictions 
Before a leave without pay for medical reasons will be granted, all accrued, paid sick leave must be 
exhausted. No leaves without pay will be granted for reasons other than medical before accrued paid 
annual leave has been exhausted. 
12.5 Return From Leave 
For any leave of sixty (60) days or greater, the employee shall be required to inform the department head 
in writing by registered mail not less than fifteen (1 5) working days prior to the expiration of an 
employee's leave, of their intention to return to work. Failure to provide written notification of intentions 
as required or provide an excuse acceptable to the department head shall be considered as a voluntary 
quit. 
12.6 Leave Rights 
During any leave of absence without pay, credits and benefits do not accrue, except as otherwise 
provided by this agreement or other applicable law, statute, or regulation. 
No longevity or seniority rights shall be earned during the leave period. No sick or annual leave credits 
shall be earned. 
Upon the expiration of a leave without pay, the employee shall be reinstated to the position that they 
occupied at the time the leave was granted, with the restoration of all benefits and credits previously 
earned and enjoyed. 
13. EXPENSE REIMBURSEMENT 
13.1 Transportation Allowance 
Employees covered by this Agreement shall be reimbursed by the County for all actual and necessary 
travel and expenses incurred while performing official county business. Mileage incurred by the use of 
personal vehicles shall be reimbursed at the current IRS rate. The County will also reimburse the 
employee for properly receipted toll and parking expenses incurred while conducting county business. 
Reimbursement shall be made in accordance with Oswego County Administrative Memorandum 90-3 
and any revisions made thereto. 
13.2 Meals and Lodging 
Reimbursement for meals and lodging expense shall be allowed for an employee on official business 
outside the limits of Oswego County or attending authorized conferences or meetings within the County 
with the prior approval of the department head. 
Reimbursement shall be made in accordance with Oswego County Administrative Memorandum 90-3 
and any revisions made thereto. 
13.3 Claims 
The County shall have the right to establish a standardized reporting procedure and format for the 
submission of mileage and expense claims. The County Auditor in conjunction with the Personnel 
Director shall establish uniform guidelines for mileage and expense reimbursement claims audit. 
All claims for reimbursement of personal expenses shall be on prescribed forms provided by the County 
established for the department and shall require the approval of the department head. 
All such claims shall contain as a minimum the following information: 
1. Specific nature of County business when expense is incurred 
2. Date and place where expense incurred 
3. Point of departure and destination 
4. Attachment of receipts 
5. Copies of telephone bills will be accepted 
13.4 Replacement of Personal Items 
In the event an employee's personal items, including but not limited to watches, glasses, or clothing, 
should be damaged or broken as a result of the employee performing hisher job, by no fault of the 
employee, the County agrees to reimburse such employee. Personal items involved must be necessary 
for proper performance of employee's job as approved by department head. 
Loss must be reported within two (2) working days of the incident causing damage. 
Reimbursement shall be subject to the following limitations: 
Total per incident 
Watch $ 75.00 
Glasses $150.00 
Miscellaneous Clothing $150.00 
13.5 Uniforms 
The County agrees to provide uniform shirts and pants for the following classifications: 
Chief Maintenance Mechanic (ERF) Shift Supervisor (ERF) 
Employees will be provided with eleven sets of shirts and pants per pay period. The employee will 
contribute $2.50 per pay period to defray costs of uniforms. The County will pay the balance of the cost 
of uniforms. 
Clothing allowance will be paid to the employee by separate check to be issued with the first paycheck 
in February subject to required taxes and deductions. 
13.6 Shoes 
The County will pay 85 percent of the cost for two (2) pairs of safety shoes per employee per year for 
certain classifications, up to maximum amounts as follows: 
Maximum $ $100 $1 10 $120 
Classifications covered are: 
Chief Maintenance Mechanic (ERF) 
Highway Engineer 
Plant Engineer (ERF) 
Shift Supervisor (ERF) 
Solid Waste Engineer 
Employees will be reimbursed after a paid receipt for purchased safety shoes is presented to the 
department. Only approved safety shoes will be considered for reimbursement. Employees purchasing 
safety shoes through the above program will be required to wear safety shoes on the job. 
13.7 Tools 
The County agrees to reimburse the Chief Maintenance Mechanic up to $300. 
The Chief Maintenance Mechanic must provide an itemized paid receipt for tools purchased. Tools must 
be for performance of normal duties and available to employee during the normal work day. The County 
reserves the right to inspect tools for which reimbursement is requested. 
In the event of a fire at a County facility where employee's tools are stored, the County will reimburse 
the Chief Maintenance Mechanic for tools destroyed up to $1,500. 
An inventory of all tools must be submitted annually to the Chief Maintenance Mechanic's supervisor 
by January 3 1 each year. No reimbursement will be considered without a current inventory or record. 
Losses covered by insurance shall not be considered for additional reimbursement. 
13.8 Vehicles 
Effective 1/1/06, any County vehicles issued or assigned to an employee will be based upon business 
needs, as determined by the employee's Department Head and by the County Vehicle Policy, as issued 
by the Oswego County Legislature. 
14. INSURANCE PROGRAM 
14.1 Sick Leave Donations 
Association members may make and receive voluntary donations of sick leave time from other 
employees represented by the Oswego County Professional Association as well as unrepresented 
employees classified as a Department Head or Managerial employee. Such donations will be voluntary, 
must be from current accruals and not from future earnings, are donated to the individual who has the 
sole discretion as to howlwhen they are used, and are non-refundable. A request for donations must be 
for a serious health condition or other qualifying family or medical condition as defined in the Family 
and Medical Leave Act (FMLA). Employee's current sick and annual leave accruals must be used 
before sick leave donations may be granted. Both the Personnel Director and Association President must 
approve all requests for donations of sick leave on behalf of Association members. 
14.2 Long Term Disability 
The county provides a Long-Term Disability Insurance Program to all employees covered by this 
agreement. The program provides for a six-month waiting period. Detailed specifics are given at the 
time of orientation. This is a county-paid benefit. 
14.3 Health Insurance 
The County agrees to provide at no cost to all employees covered by this Agreement a plan of health and 
accident insurance with major medical and prescription coverage. The provisions of this plan shall be 
extended to dependents of employees covered by this Agreement and the county will provide 85% of the 
cost of dependent coverage for dependents of employees covered by this Agreement. Except that any 
employee who currently does not pay for dependent coverage who would otherwise be required to do so, 
shall be grandfathered in for purposes of this Article. For employees who entered the bargaining unit 
after June 10, 1999, the County shall provide 75% of the cost of dependent coverage. 
This coverage commences the first day of the month following a ninety (90) day period of full-time 
employment with Oswego County. 
(1) Prescription Drug Co-Pavs 
Beginning January 1.2006: 
Retail 
Generic $5 $5 
Preferred brand name $15 $10 
Non-Preferred brand name $30 $20 
Beginning January 1,2007: 
Retail Mail 
Generic $5 $5 
Preferred brand name $15 $20 
Non-Preferred brand name $30 $55 
(2) Deductibles Individual Family 
Jan. 1,2006 
Jan. 1,2007 
Jan. 1,2008 
(3) Physical & Wellness Exams 
Effective 1 - 1-06 
The employee only will be reimbursed up to $150 per year for a physical or other 
wellness exam (e.g. GYN) by their personal physician with a $50 co-pay. 
The employee's dependents will have a $50 co-pay for each such exam. The County's 
maximum contribution per exam is $1 50. Dependents between the ages of 18 and 44 may 
have a physical exam every other year. Dependents age 45 or older, and dependent 
children under the age of 18, may have an annual exam. 
The physical exam cost includes any non-covered lab fees, x-rays, well-baby 
immunizations, etc. The PSA test, mammogram, and Pap smear costs are presently 
covered. Physical exams will not be covered by major medical. 
The County further agrees to provide major medical coverage that shall assume eighty (80) percent of 
those costs not covered by the basic health plan subject to the provisions of the health plan. 
Upon obtaining County retirement status, health and medical insurance will be provided subject to the 
following: 
The County will pay the entire premium for the retiree's insurance. 
The retiree will pay 100 percent of cost for dependent coverage. 
Employees in the bargaining unit as of June 9, 1999 and who retire from the County with no break in 
service shall be eligible to receive prescription drug card upon retirement at no cost to retiree. The drug 
card shall be consistent with the co-pay required of active employees. The retiree shall have the option 
of continuing the drug card for dependents with 100% of cost to be paid by the retiree. Employees who 
enter the bargaining unit after June 10, 1999 (contract signed that date) and who retire fiom County 
service, shall have the option of continuing to receive the prescription drug card at 100% cost for retiree 
and dependents. 
Retirees under the age of 65 will receive a hospital plan and Major Medical or its equivalent as 
provided to the active employees under this plan. 
Major Medical coverage will not be available to retirees over 65 or their dependents. 
Retirees over the age of 65 will receive a hospital plan or Medicare supplement depending on 
Medicare status. 
Nothing contained within this section is intended to conflict or be interpreted inconsistent with the 
insurance contracts entered into by the County. 
The County may change health insurance plans or providers in effect at the time of the signing of this 
agreement so long as the plans are equivalent with respect to benefits and access to providers. The 
Association may grieve and arbitrate the issue of equivalency. 
14.4 Health and Welfare Fund 
The County shall provide quarterly reimbursement of documented health-related expenses up to $1,000 
maximum per year for all employees covered under this Agreement, as well as their dependents as 
defined by the health insurance benefit. 
All claims for reimbursement of personal expenses shall be on prescribed forms provided by the County. 
14.5 Life Insurance 
The County shall provide a $50,000 life insurance policy, at no cost to the employees covered under this 
Agreement. The policy includes an accidental death and dismemberment provision as well as a 
"protection while disabled" provision. 
An employee may extend life insurance coverage to their dependents by purchasing additional plan 
coverage and paying the additional premiums. This coverage commences the first day of the month 
following a ninety-(90) day period of full-time employment with Oswego County. 
The County shall also provide employees covered under this Agreement with the option of a 
supplemental $50,000 life insurance policy. The employee shall pay for the entire cost of the 
supplemental insurance. 
Upon retirement, the county shall continue the employees' life insurance coverage up to a maximum of 
$50,000. The face value of the policy shall decline at 10% per year for the first five years and thereafter 
shall remain in effect at county expense at 50% of face value at the time of the employees' retirement. 
Those employees, who have the supplemental life insurance at the time of retirement, have the option of 
also carrying the supplemental amount reduced to 50% as of the date of retirement by paying the full 
premium cost. 
14.6 Workers' Compensation 
The County shall provide Workers' Compensation Insurance, in compliance with the New York State 
Workers' Compensation Law, for an employee who is injured as a result of employment with the 
County. 
An employee may elect to use sick leave for a work-related injury provided they indicate their intentions 
in writing, files the required claim forms and assigns their workers' compensation entitlement to the 
County, where upon the County shall credit the employee with sick leave accruals equal to the 
settlement amount divided by the employee's per diem rate of pay. 
14.7 Flexible Spending Account 
The County offers an Internal Revenue Service (IRS) 125 Voluntary Flexible Spending Account for 
employee premium contributions for individudfamily health insurance, dental, and vision benefit plans. 
The County also provides the IRS 125 Voluntary Flexible Spending Account to include Dependent Care 
Account (child and elder) expenses permitted by the IRS, up to IRS maximum, and Unreimbursed 
Medical Account for medical, dental, hearing, and vision co-pays and deductibles, and out-of-pocket 
medical costs for eligible expenses permitted by the IRS not covered by insurance plans, up to a 
maximum of: 
15. RETIREMENT AND SOCIAL SECURITY 
15.1 Retirement 
The County shall provide a retirement plan under Section 75(1) of the New York State Retirement and 
Social Security Law for all eligible employees. Section 41 (5) shall be provided eligible personnel. 
Employees shall be required to contribute towards their retirement as required by law and any changes 
therein. The County's liability under this Article is limited to payment of costs as billed by the State 
Retirement System. 
15.2 Social Security 
The County shall provide Social Security coverage as required by law. 
16. TENURE PROVISION 
16.1 Full-time Status 
A regular full-time employee is one who occupies a budgeted line item position and who is scheduled 
and works on a full-time basis for the County and is thereby entitled to all rights and benefits of the 
agreement. 
16.2 Part-time Status 
Employees working more than 50% but less than 90% of a full schedule shall be considered as part time 
and eligible for Association benefits as follows: 
1. Discipline Procedure 
2. Grievance Procedure 
3. Shift differential 
4. Annual leave - prorated on hours worked based on 12 days per year 
5. Sick leave - prorated on hours worked based on 12 days per year. Employees hired after date of 
ratification will earn 7 hours per 182 hours of employment (10 days per year); 80-hour/pay period 
employees will be prorated accordingly. 
6. Holidays - New Year's Day, President's Day, Independence Day, Labor Day, Thanksgiving Day, 
day after Thanksgiving, Christmas Day 
Part-time employees will be paid for hours that would have normally been scheduled the day the holiday 
is observed or a minimum of four (4) hours at their straight time hourly rate. 
If hours are increased to 90% or more of a full schedule during a calendar quarter and they are eligible to 
work 90% or more of a full schedule for a calendar year, they will receive benefits listed above for part- 
time employees with the addition of health insurance. However, if hours are reduced to less than 90% in 
a calendar quarter, they will no longer be eligible for health insurance. 
Employees hired to work 90% or more of a full schedule for a calendar year shall receive benefits listed 
above for part-time employees with the addition of health insurance. However, if hours are reduced to 
less than 90% in a calendar quarter, they will no longer be eligible for health insurance. 
In the event an employee working as a part-time employee accepts a full-time position all hours worked 
since most recent start date, or January 1991 shall be converted to establish an adjusted start date. This 
adjusted start date shall be used to calculate accruals. All present full time employees with part time 
service after January 1, 1991 shall receive an adjusted start date established by the same method. No part 
. 
time service prior to January 1, 199 1 will be considered. 
A break in continuous service as defined in Articles 16.4 and 22, per contract (definition) shall restart 
the hours at zero if employee returns to County employment. 
In the event a part-time employee accepts a full-time position, hours worked since most recent start date 
as a part-time employee shall count toward longevity increases. No hours worked prior to January 1, 
199 1 shall be considered. 
In the event a full-time employee accepts a part-time position, benefits will be adjusted to reflect such 
change immediately. 
All Association part-time personnel shall be eligible for limited career development program. 
1. Opportunity to participate in training opportunities when space is available. 
2. Will be considered for any full-time position when qualifications are met and written application 
for specific position has been submitted to department head. 
Part-time employees will have their hours worked reviewed quarterly each calendar year by the joint 
LabortManagement committee (January 1, April 1, July 1, October 1). Status and benefits will be 
adjusted accordingly, with no 90-day waiting period for those employees moving into Full-time 
Temporary. 
16.3 Seniority 
For the purposes of this article, seniority shall be defined as the length of the employee's continuous 
County service from the date of original permanent appointment. 
16.4 Layoff Rights 
In the event of a mandatory reduction in work force andlor the abolition of positions, seniority rights 
shall be utilized relative to preference in retention. 
Lay-off and recall of competitive class employees shall be governed by the Civil Service Law and the 
Oswego County Classified Rules of Civil Service. 
Lay-off of other employees shall be on a department-wide basis and shall be in the inverse order of 
seniority; that is, last in, first out. 
Except as otherwise provided by Law, Rule, or Regulation, employees who are laid off shall be placed 
on a departmental recall list for a period not to exceed one (1) year from the date of layoff. If during the 
existence of a valid recall list, a vacancy occurs, an employee will be recalled from layoff to the same 
title helshe was in at the time of layoff. Such recall shall be in the inverse order of layoff based upon 
seniority provided the employee is able to perform the work. 
17. DISCIPLINE 
17.1 Discipline Representation 
No bargaining unit employee shall be disciplined without "just cause." 
Should an employee who is a member of the bargaining unit be charged with any violation whatsoever, 
the facts and circumstances involved will be discussed and reviewed with an Association Representative 
prior to initiation of formal disciplinary action. 
17.2 Application 
All bargaining unit personnel other than temporary, provisional or probationary employees shall receive 
the full protection of this provision as it is applicable to reprimand, fine, demotion, suspension or 
discharge. 
It is the intent of this section to provide for a swift and judicious alternative for handling discipline and 
discharge matters in lieu of Section 75. 
17.3 Purpose 
The purpose of this article is to provide a prompt, equitable and efficient procedure for the imposition of 
discipline for just cause. Both parties to this agreement recognize the importance of counseling and the 
principle of corrective discipline where appropriate. 
17.4 Discipline Procedure 
The following discipline procedure for incompetence or misconduct shall apply to all employees as 
provided herein in lieu of the procedures specified in the Civil Service Law Section 75 and 76. 
A. Employee Rights 
1. Employees shall be entitled to representation by an Association representative or attorney of 
their choice at each step of the disciplinary procedure. 
2. In all disciplinary proceedings, an employee shall be presumed innocent until proven guilty 
and the burden of proof on all matters shall rest upon the employer. 
3. Employees shall not be coerced, intimidated, or suffer any reprisals either directly or 
indirectly that may adversely affect their hours, wages, or working conditions as the result of the 
exercise of their rights under this procedure. 
4. In all disciplinary proceedings under Section 17.4, the burden of proof that discipline is for 
just cause shall rest with the employer. 
B. Resignation 
Employees may tender their resignation following the service of a Notice of Discipline. Any such 
resignation will be processed in accordance with Civil Service Law and Rules and the employee's 
services terminated. Resignation does not preclude either the filing of a Notice of Discipline or the 
prosecution of a Notice of Discipline. 
C. Limitations 
Employees shall not be disciplined for acts or omissions, except those that would constitute a crime, 
which occurred more than one year prior to the Notice of Discipline. However, the arbitrator in 
determining the penalty to be imposed, may consider an employee's past record, if any. 
D. Suspension 
Prior to service of Notice of Discipline, or prior to exhaustion or initiation by an employee of the 
grievance procedure applicable to discipline, an employee may be suspended without pay if the 
appointing authority determines there is probable cause to believe that the employee's continued 
presence on the job represents a potential danger to persons or property or would severely interfere 
with operations. 
Notice of Discipline must be served within seventy-two (72) hours following suspension. 
Suspension shall be reviewable by the arbitrator to determine whether the appointing authority had 
probable cause. 
1. The specific acts for which discipline is being imposed and the penalty proposed shall be 
specified in a written notice and served on the employee personally or by registered or certified 
mail, return receipt requested, with a copy provided to the Association President. The notice 
served on the employee shall contain a description of the acts or omissions alleged to be 
evidence of misconduct or incompetence including references to dates, times and places. 
In addition, the Notice of~Discipline served on the employee shall be accompanied by a written 
statement that: 
a) the employee has a right to object by filing a grievance in accordance with the procedure 
contained herein. 
b) the grievance procedure provides for a hearing by an independent arbitrator at its final 
step. 
c) the employee is entitled to representation by Association representative or attorney of 
hisher choice at every step of the proceedings. 
2. A Notice of Discipline may be the subject to Step 3 of the grievance procedure contained 
herein. A written decision shall be rendered and shall be delivered in person or by certified or 
registered mail, return receipt requested. If the grievance is not resolved at the third step of the 
grievance procedure, it may be appealed to arbitration by filing a Notice in accordance with Step 
4 of the grievance procedure. 
3. Disciplinary arbitrators shall confine themselves to the determination of guilt or innocence 
and the appropriateness of proposed penalties. Disciplinary arbitrators shall neither add to, 
subtract from, nor modify the provisions of this Agreement. The disciplinary arbitrator's decision 
with respect to guilt or innocence, penalty, or probable cause for suspension shall be final and 
binding upon the parties, and the disciplinary arbitrator may approve, disapprove or take any 
other appropriate action warranted under the circumstances, including ordering reinstatement and 
back pay for all or part of the period of suspension. If the disciplinary arbitrator, upon review, 
finds probable cause for suspension, the arbitrator may consider such suspension in determining 
the penalty to be imposed. 
4. The penalty proposed by the appointing authority may not be implemented until either: 
a) the matter is settled, or 
b) the employee fails to file a grievance with the appointing authority within ten (10) 
working days of the receipt of Notice of Discipline, or 
c) failure to file a Step 4 timely appeal, or 
d) the penalty is upheld by the arbitrator or a different penalty is determined by the 
arbitrator. 
E. Settlement 
A disciplinary matter may be settled at any time following service of the Notice of Discipline. The 
terms of the settlement shall be agreed to in writing. An employee executing a settlement shall be 
notified of the right to have an Association representative or attorney of hisher choice or to decline 
any such representation. A settlement entered into by an employee or their representative shall be 
final and binding on all parties. 
18. GRIEVANCE PROCEDURE 
18.1 Declaration of Principle 
An employee shall have the right to present hisher grievance in accordance with the procedure 
established herein, free from interference, coercion, restraint, discrimination or reprisal and shall have 
the right to be represented by a designated Association representative at all stages of the grievance 
procedure. 
18.2 Definition 
For the purposes of this agreement a grievance shall be defined as an alleged violation, 
misinterpretation, or an inequitable application of the expressed terms of this agreement. 
1 8.3 Time Limits 
The parties agree that disputes over the implementation of laws as they may affect employees covered 
hereunder are not reviewable under the grievance and arbitration provisions contained herein. 
For the purpose of this procedure, except where applicable, workdays will exclude Saturday, Sunday 
and enumerated holidays. The time limits set forth in this article are of the essence. They may, however, 
be extended by mutual written agreement of the parties. 
The failure of the grievant to proceed within the time limits set forth shall terminate the grievance at that 
step. The failure of the County to answer within the time limits set forth will advance the grievance to 
the immediate next step of the grievance procedure. 
1 8.4 Grievance Process 
Step I :  Formal Stage 
A. An employee or group of employees who claim to have a grievance shall present hisher 
grievance to hisher department head in writing using the prescribed grievance form within ten 
(1 0) working days after the incident occurs. Within three (3) working days after presentation of 
the grievance, the department head shall discuss the complaint with the grievant or grievants and 
the Association representative. 
B. Within ten (1 0) working days following the discussion, the department head shall respond in 
writing. The written response shall be signed, dated and a copy shall be forwarded to the County 
Personnel Director and the Oswego County Professional Association President. 
Step 2: Appeal Stage 
A. In the event that the grievance is not resolved within Step 1, the aggrieved employee may 
submit within ten (1 0) working days from the department head's response, a formal written 
grievance to the County Director of Personnel. 
B. The County Director of Personnel or hisher designee shall meet within ten (1 0) working 
days of the receipt of the written grievance with the aggrieved employee(s) and the Oswego 
County Professional Association President or hislher designee to discuss and review the 
allegations. 
C. Within five (5) working days of the Step 3, part B meeting, the County Director of Personnel 
or hislher designee must respond in writing to the aggrieved employee(s) with a copy to the 
Association President. 
Step 3: Arbitration Stage 
A. In the event the grievance is not resolved within Step 2, the Association or County only may 
submit within ten (1 0) working days from the decision of the Personnel Director a written 
request to the American Arbitration Association to submit a list of Arbitrators from which the 
parties may select an arbitrator for arbitration of the grievance in accordance with its voluntary 
Labor Arbitration Rules. 
B. It is especially understood and agreed that arbitration shall not be obtainable a s  a matter or 
right if the grievance 
a) involves the existence of alleged violation of any agreement other than the present 
agreement between the parties; 
b) involves issues which were discussed at negotiations, but not expressly covered by the 
terms and conditions of this agreement; 
c) involves claims of violation of an allegedly implied or assumed obligation; 
d) would require an arbitrator to rule on consider or decide the appropriate hourly salary or 
incentive rate at which an employee shall be paid or the method by which the pay shall be 
determined. 
e) would require an arbitrator to consider, rule on, or decide any of the following: 
1. the elements of a job assignment; 
2. the level, title, or other designation of an employee's job classification; 
3. the right of management to assign or reassign work within the respective job titles; 
4. involves discipline or discharge of employees who have not satisfactorily completed 
5. the probation period. 
f) pertains in any way to the establishment, administration, interpretation or application of 
an insurance, pension, savings, or other benefit plans in which covered employees are 
eligible to participate, except as provided in Article 14. 
C. The parties understand that the cost of such arbitration shall be borne equally by the 
Association and the County. 
D. The assigned arbitrator shall not have jurisdiction or authority to add to, modify, delete fiom 
or alter in any way the provisions of this agreement or any amendment or supplement thereto, or 
to add new provisions of this agreement. If the grievance concerns matters not covered by this 
agreement or the procedures contained herein have not been adhered to, said grievance shall be 
returned to the parties without decision. 
E. Awards may not be retroactive beyond ten (1 0) working days to the service of the Step 1 
written grievance upon the department head. 
F. The arbitrator shall render a decision within 30 calendar days of the conclusion of the 
hearing. 
G. The findings, conclusions, and recommendations of the arbitrator for resolution of the 
grievance shall be binding on all parties to the proceedings. Copies of the final resolution shall 
be forwarded to all parties to the proceeding. 
19. LABOR MANAGEMENT PROGRAM 
19.1 Guiding Principle 
The County and the Association shall establish a joint labor-management Committee for the purpose of 
providing communication, discussion, and resolution of problems between the County and the 
employees within the bargaining unit. 
19.2 Structure and Format 
The County and the Association shall establish a joint Labor-Management Committee consisting of 
three (3) members each. The Committee shall meet twice a year to address matters of mutual concern, 
which may include, but not be limited to, areas of health and safety, operating practices, and policies or 
any other work-related topic deemed appropriate by the Committee. 
20. INCENTIVE PROGRAM 
20.1 Guiding Principle 
It shall be the stated policy of the County to encourage the incorporation and utilization of educational 
and career incentives wherever possible to better develop an employee's capabilities. 
20.2 Training 
An employee is encouraged to participate in any available seminar, institute or training programs that is 
job related. Employees certified by their department head to participate in said programs are entitled to 
reimbursement of their expenses, during attendance in accordance with Article 13 of this agreement. 
20.3 Educational Cost Sharing 
The County shall provide an education cost sharing program for educational courses that are job-related. 
The County shall reimburse 90% of tuition only, upon satisfactory completion of a course (grade C or 
better for undergraduate hours and grade B or better for graduate hours). 
20.4 Personnel File 
There shall be only one official personnel history file maintained for any employee. The location, 
maintenance, and confidentiality of the personnel files shall be the responsibility of the Department 
Head. 
The personnel folder shall contain all memoranda or documents relating to such employee's job 
performance that contain criticism, commendations, appraisal or rating of such employee's performance 
on the job. Copies of such memoranda or documents shall be sent to such employee simultaneously with 
their being placed in their personnel folder. 
An employee shall have an opportunity to review his or her own personnel file at any reasonable time 
upon written request to their department head. Said review shall take place in the presence of an 
appropriate official of the department. An employee shall be permitted to be accompanied by an 
Association steward or other Association representative during the review of the personnel folder. 
An employee shall have the opportunity to place in hisher personnel file a response of reasonable length 
to anything contained therein that such employee deems to be adverse. 
21. ADMINISTRATION OF SALARY PLAN 
2 1.1 Compensation Rate 
Each current employee will receive a lump sum payment of $2,000 (less required deductions) paid no 
later than 1213 1/05. This payment is pensionable and is added to 2005 salary. 
Effective 1 / 1/06: 3% applied to member's salary. 
Effective 1/1/07: 3% applied to member's salary. 
Effective 1/1/08: 3% applied to member's salary. 
Salary grade range for years 2005,2006,2007,2008 are attached as Appendix B. 
2 1.2 Longevity Adjustment 
A longevity increase of 1.5% will be added to employee's salary on anniversary date end of year 1,4,7,  
10, 13, 16, 19,22,25,28,3 1, and 34. No longevity increases will be awarded for service greater than 34 
years. Longevity increases will be awarded based on the adjusted start date. 
Longevity will be added to salary on employee's anniversary date (as adjusted) thereby increasing 
hourly rate used to calculate a 70 or 80 hour, two (2) week pay. Increase will be calculated by dividing 
longevity increase by hours as projected for current year. 
Longevity will be granted to any employee having an adjusted start date that matches years of service as 
listed above. 
2 1.3 Shift Differential 
An overtime eligible employee whose major part of the working day falls between the hours of 6 p.m. 
and 6 a.m. on a regular basis shall be paid thirty five (35) cents per hour shift premium. The major part 
of a working day is defined as fifty (50) percent or more of the employee's hours. 
An overtime eligible employee who is not regularly scheduled to work between the hours of 6 p.m. and 
6 a.m. shall be entitled to the shift premium only when filling in for an absent employee whose regularly 
scheduled hours are between 6 p.m. and 6 a.m. 
ERF Shift Supervisors assigned to a four (4) crew, seven (7) day schedule shall receive a fifty (50) cents 
per hour shift differential for all hours worked in lieu of the normal shift differential. 
21.4 On Call 
Supervising Public Health Nurses are eligible for on-call premium. 
Mandatory on-call duty by an employee shall be compensated at the rates shown below per 24-hour for 
Friday, Saturday, Sunday, holidays, and the day prior to holidays. All week days other than Friday or the 
day before holidays shall be compensated at the rates shown below per 16-hour day. 
Friday, Saturday, Sunday, holidays, 
and day prior to holidays 
Weekdays other than Friday or day 
prior to holidays 
Should the tour of on-call duty be less than the previously stipulated hours the premium shall be 
prorated on an hourly calculation. 
In the event that on-call employees are actually called out, they shall receive pay at their normal hourly 
rate of pay for actual hours worked or two (2) hours at their normal hourly rate of pay, whichever is 
greater. Employees called out between the hours of 12:OO midnight and 6:00 a.m. shall receive pay at 
their normal hourly rate for hours worked or three (3) hours at their normal hourly rate of pay, 
whichever is greater. Employees who are assigned to be on call and are required to use the telephone in 
the performance of county business will be paid for time worked at their normal hourly rate of pay 
rounded to the nearest 114 hour upon submission of an approved time form. 
Any employee placed on mandatory on-call for a 24-hour period during any holiday as enumerated in 
this Agreement shall receive a compensatory day off or a day's pay at the employee's normal hourly rate 
of pay at the discretion of the department head. 
In the event that on-call employees are actually called out during any holiday enumerated in this 
Agreement, they shall receive time and one-half (1 %) for all hours actually worked. 
2 1.5 Deferred Compensation Plan 
The County shall make available to all unit members a deferred compensation plan subject to provision 
of the contract with the administering agency. 
22. DEFINITIONS 
For the purposes of this agreement, the following terms shall be defined as provided by this article. 
"Employer" shall mean the County of Oswego. 
"Employee" shall mean an individual serving in a position with the County; those positions will be listed 
in the appropriate appendix. 
"Association" shall mean the Oswego County Professional Association. 
"Retiree" shall mean an individual who has retired from County service and is receiving a County 
pension. 
"Break in Service" shall mean that continuous service is broken if an employee 
resigns or quits 
retires, normal or disability 
is disciplinarily discharged or terminated, not overruled by an arbitrator, court or other 
administrative agency 
In the event an employee returns to County employment following a break in service, no credit for time 
prior to break will be given unless employee has made application for and been granted re-employment 
status prior to returning to work. 
23. SAVING CLAUSE/CONCLUSION OF  COLLECTIVE NEGOTIATIONS 
This agreement shall constitute the full and entire agreement between the County and the Association. 
During the term of this agreement, neither party will unilaterally seek to modify its terms through 
legislation or any other means. The parties agree to support jointly any legislation or administrative 
action necessary to implement the provisions of this agreement. The parties acknowledge that, except as 
otherwise expressly provided herein, they have fully negotiated with respect to the terms and conditions 
of employment and have settled them for the term of the Agreement in accordance with the provisions 
thereof. 
24. DURATION 
This Agreement becomes effective on December 15,2005 and shall remain in effect until 1 1 :59 P.M. 
December 3 1,2008. 
25. LEGISLATIVE ACTION 
I t  is agreed by and between the parties that any provision of this agreement requiring legislative 
action to permit its implementation by amendment of law or by providing the additional funds, 
therefore, shall not become effective until the appropriate legislative body has given approval. 
IN WITNESS WHEREOF, the parties ereto have caused this Agreement to be signed by their 3 respective representatives on this I,?' day of &IT J ' 1 2006. 
COUNTY OF OSWEGO 
STATE OF NEW YORK 
Oswego County Professional 
Association 
Appendix A: COLLECTIVE BARGAINING UNIT 
1. Administrative Secretary 
2. Airport Manager 
3. Emergency Services Program Coordinator 
4. Public Information Officer 
5. Secretary to Family Court Attorney 
6. Solid Waste Program Coordinator 
7. Telephone Coordinator 
8. Administrative Assistant for Buildings & Grounds 
9. Director of Weights and Measures 
10. Motor Vehicle Bureau Supervisor 
1 1. Public Information Coordinator 
12. Secretary to Superintendent of Public Works 
13. Stop DWI Coordinator 
14. Chief Maintenance Mechanic (ERF) 
15. Coordinator of Client Services 
16. Director of Administrative Services 
17. Director of Assistance Programs 
1 8. Plant Engineer (ERF) 
19. Public Health Engineer 
20. Shift Supervisor (ERF) 
2 1. Solid Waste Engineer 
22. Supervising Public Health Nurse 
23. Director of Community Development Programs 
24. Director of Community Services 
25. Director of Patient Services 
26. Director of Social Services 
25. Highway Engineer 
Shift Supervisor (ERF) 
Chief Maintenance Mechanic (ERF) 
Administrative Secretary 
Chief Maintenance Mechanic (ERF) 
Director of Weights & Measures 
Highway Engineer 
Plant Engineer (ERF) 
Titles that Receive Overtime 
Secretary to Family Court Attorney 
Secretary to Superintendent of Public Works 
40-Hour Week Schedule 
Shift Supervisor (ERF) 
Solid Waste Engineer 
Solid Waste Program Coordinator (1) 
On-Call 
Supervising Public Health Nurse 
Appendix B: SALARY GRADE PLAN 
2005 Salary Grade Ranges 
Salarv Grade Minimum Mid Maximum 
SGlO 
SG20 
SG30 
SG40 
SG50 
SG60 
SG70 
SG80 
SG90 
2006 Salary Grade Ranges 
Salarv Grade Minimum Mid Maximum 
SGlO 
SG20 
SG30 
SG40 
SG50 
SG60 
SG70 
SG80 
SG90 
2007 Salary Grade Ranges 
Salary Grade Minimum Mid Maximum 
SGlO 
SG20 
SG30 
SG40 
SG50 
SG60 
SG70 
SG80 
SG90 
2008 Salary Grade Ranges 
Salary Grade Minimum Mid Maximum 
SGlO 
SG20 
SG30 
SG40 
SG50 
SG60 
SG70 
SG80 
SG90 
Longevity will be added to salary when eligible per 21.2 
Appendix C: LETTER OF UNDERSTANDING 
County and Association agree that the following title: 
Secretary to the Superintendent of Public Works 
will be deleted from the bargaining unit if either of the following occurs: 
1. The incumbent vacates the position or 
2. The respective department head vacates hislher position whichever comes first. 

